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Abstract
Various studies say that skills mismatch is one of the causes of weak competitiveness
of a country. Although skills mismatch has been widely described in various
macroeconomic kinds of literature but has not been explained in human resource
management literature. This article attempts to explain the skill of mismatch in the
perspective of learning organization literature to bring the better explanation on
how an organization is handling such a mismatch. With this objective, this article
provides a bridge analysis in understanding macro skills mismatch to the management
of human resources at the organization level. As a literature review, this article is
derived from the search of scientific journals through EBSCO and Google Scholar
with the publication period of the year 2000–2017. The conclusion of this article is to
support organizational learning theory that can enhance the competitiveness of the
organization. The competitiveness created through the learning organization will be
an effort in dealing with the skills mismatch.
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1. Introduction
People in general have been a common practice that job seekers accept jobs that are
not in linewith their educational background. The same thing happens in organizations,
companies recruit and place employees who do not have an educational background
requested by specific positions. The previous academic literature found that terminol-
ogy used to describe such a situation is called the skills mismatch. As claimed by the
International Labor Office or ILO (2013), the skills mismatch phenomena encountered
by these companies undermines the competitiveness level at both micro and macro
level.
Previous studies have examined, and observed skills mismatch as dynamic situa-
tions that occur continuously in the business context. Some researchers have tested
the mismatch skill with a connectivity approach between the inherent level of edu-
cation in the individual, and the work is done, where it triggers the skills mismatch
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( Jobenkova 2015, Artes et al. 2014). Studies skills mismatch use the educational level
approach because data are available, so it is easier to analyze (Dobbs and Anu 2015).
Meanwhile, assessing the skills mismatchwith the approach to education is considered
to have a weak side. Badillo-Amador (2013) states that there is a difference between
skills mismatch and educationmismatch because each has different characteristics and
aspects in the level of accuracy on balance between the types jobs and the workers,
thus there are different consequences for the workers in both monetary and non-
monetary forms.
Human resourcemanagement practices of placing employees in particular jobswith-
out proper skills or education can undermine competitiveness, yet saying so cannot
provide a picture with can assist the organization. Various studies have been dedicated
to proving that skill mismatch affects company productivity, such as Mahy et al. (2015),
Abraham (2015), Bender and Heywood (2011), Chowdhury (2014), Allen and DeWeert
(2007) Kasarda (1990). The evidence that contributes significantly to the skills mis-
match literature opens opportunities for analysis at the lower levels with a focus on
organizational behavior.
The study of the organization and its behavior has provided various positive con-
tributions for the company to achieve its goals in business. Changes in the social
trends are phenomena as the skills mismatch, can be viewed as both a challenge
and an opportunity for a learning organization to adjusts and maintains its compet-
itive advantage. Past research has convinced that in a healthy organization there is
a willingness and commitment to continuously learn to expand its capacity, which is
one of the characteristics of learning organizations (Senge 1990). Thus, this article




The ILO (2014) publication explains that term skill mismatch represents the various
types of imbalances between the skills possessed and the skills needed in the work-
place. Departing from the belief of the economists on the inequality of the labor mar-
ket, Holzer (2013) assesses the incidence of mismatched skills as something that is
always there at any time or decade. Thus the policy interventions to improve the
worker’s skills to match the needs of the employers takes particular attention.
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The term Skills mismatch is used to interpret various situations about the employee’s
skills that are not in line with needs of the company. Previous research has identified
these gaps and mentioned them in other terms such as over and under Skilling, over
and under education or skills shortage. Thus, the similar situation faced by both the
companies and the employees has different terminologies. However, they are similar
in meaning to the definition of skills mismatch. In other words, skills mismatch has
several dimensions.
The skills mismatch dimension can be found in a variety of literature that has
been dedicated to examining the gap between education and the workplace, as well
as between the employee’s skills and the company demands. The first mismatch
is over education and under education called educational mismatch, referring to
situations where one’s education is incompatible with the criteria of the work it
carries. Mahy, Rycx, Vermylen (2015) proves a link between educational mismatch
and company productivity. Using panel data between the years of 1999–2010 in
Belgium, the research cites two features of educational mismatch. The first is over
education, a situation where the employees have higher levels of education compared
to company’s demand. The second educational mismatch is under education referring
to a situationwhere the employee’s education is lower compared to company demand.
The second mismatch dimension is the vertical mismatch and horizontal mismatch.
Cedefop (2010) defines vertical mismatch as a situation where the level of education
or skills is less or more than the requirement. While horizontal mismatch is defined
as a situation where the level of education or skill matches the job requirements,
but the type of education or skill is inappropriate for the current job. More simply
horizontal non-horizontal is defined by Domadenik, Farcnik and Pastore (2013) as the
gap between the field of education and the types of jobs available.
The next dimension of mismatch is skill shortage or lack of skills. Skill shortage is
one of the terminologies used by previous researchers in examiningmismatch. Cappelli
(2015) describes this as a situation where a corporate faces a shortage of employees
with specific skills. The fourth dimension of mismatch is over or under skilling which
refers to conditions in which the skills possessed by the employees are below or above
the company requirements. Figure 1 reflects the terms used by earlier researchers in
relating to the skill-summing terms, which briefly depict the gap between the ability
of the employee and the needs of the firm. Skill mismatch is a topic that attracts the
attention of researchers from various disciplines. In organizational and management
journals, researchers like David Smith (2012) mentioned the gap as the skills gap.
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Figure 1: Skills Mismatch Dimension (literature).
2.2. Learning organization
Linking the skills mismatch phenomenon and the theory of learning organization
invites the question of a link that needs to be discovered so that there is a conformity
between the theory and practice within the organization. Individual inconvenience
factors at work due to skill mismatch (Florentine and Prabowo 2014) are contrary to
the principle of running a learning organization.
The demand for the organization to survive the flow of changes, affirms every
individual owns the learning organizational skills, including employees with a skills
mismatch. Such demand refers to what makes the organization grow into a learn-
ing organization, which is expected to be able to survive in various business model
changes due to technological developments.
Despite the various changes in the environment and business models, organizations
are required to make changes or adjustments to the growing trend to maintain a
competitive advantage. Marquardt (1996) explains that companies need to improve
their ability as learners if they want to stay in a fast-changing business competition.
Organizations cannot be learning organization without any support from individual
learners. So the role of individuals who wish to continue learning will form a learning
organization. When it comes to the phenomenon of skills mismatch it can be, tem-
porarily concluded that only with a learning organization climate, an employee with
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skills mismatch could adapt and acquire skills that match the company’s expectations.
That conclusion in line with the result of Wang’s (2006) research on the importance
of learning organizations in the success of the company which also mentions that to
achieve success there is a crucial role of human resource management that manages
individuals within the company.
The integration of the role of human resource management in shaping the com-
pany’s atmosphere as a work environment that can learn every time continuously
will result in employees who are ready to achieve corporate goals. In this context, the
learning organization will be able to manage its employees well, to produce an optimal
performance for the achievement of organizational objectives, including for employ-
ees with a skills mismatch. Learning organizations can be successful when it involves
employees in day-to-day practices that improve the quality of the organization. More
than just a tradition, Senge (1990) mentions the need to share vision between employ-
ees and companies. Involving employees in building the learning organizations can be
found from the characteristics of the roles of employees as individuals and companies
as organizations, as shown in Table 1.
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3. Methods
This study is a literature review conducted in 2014–2017 and refers to carefully selected
scientific articles taking into account the reputation of the publisher, the topic discussed
and the year of publication. The selection of publication time spans is divided between
articles on skills mismatch and learning organizations, as presented in the following
table:
T 2: Source of the article.
Topic Resources Range of Year Publication
Skill Mismatch EBSCO and Google Scholar 2000–2017
Learning Organization EBSCO and Google Scholar 1996–2000
4. Discussion
According to Senge (2000) the definition of earning organization refers to the ability
of individuals in the organization to continually expand their capacity to achieve what
is desired or the environment in which individuals and organizations learn together.
Thus, this is consistent with Table 1 on the explanation of the role of sides of both the
individual and the organization in realizing the learning organization.
Continuous relationships between individuals and organizations in realizing the
learning organization also need to pay attention to the ability to see the reality in the
world of work, to achieve the goals of the company. Previous research has shown
a positive correlation between the realities facing the company and the model of
the learning organization. By finding a scientific explanation of the skills mismatch
phenomenon and how the learning organization improves the learner’s capacity for
productive performance is a micro-contribution for better competitiveness.
The strategy and work plan emphasized in the learning organization that involves
all the individuals within the organization indicates a continuous process of commu-
nication in building the characteristics of the learner. In other words, the relationship
between individuals and organizations occupies a critical position, whereas found by
Simon (1999) the organization can be a learner of the individuals in it. Thus, a learn-
ing organization will be applicable if there is continuous communication between the
individuals and their organization.
In today’s turbulent business environment, communication between individuals and
organizations can be assumed that it does not always go on smoothly. Thus, this
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becomes a challenge for the organizational learning climate. Developments in the
world of work that mention skills mismatch a factor weaken the competitiveness of
companies and countries, need to get a response from the perspective of learning
organizations. In other words, learning organizations get same challenges that need
to be answered to explain the relationship between individual skills mismatch and the
organization.
5. Conclusion
Various studies have been conducted to understand the learning organization in its
ability to support productivity and competitiveness. In some other literature, the crit-
icism of the difference between employee’s skill and occupation translated as skills
mismatch, has been summed up as a cause of low competitiveness. The two areas of
research cannot be separately analyzed, given the equality of research objects, in this
case, is business organization. Explaining the skills mismatch from a learning organi-
zation perspective can be used as a better organizational analysis and management
tools, matching and being prepared for change. In other words, it can be concluded
that the company could avoid the skill mismatch incident by practicing the princi-
ples of a learning organization. Previous studies confirm that the practice of learning
organizations can support employee’s productivity. Therefore, learning organization
becomes the resolution of the mismatch skill that negatively influences employee’s
and company’s productivity.
The limitation in this article is on the empirical data on how the learning organization
can be the answer to the skills mismatch phenomenon at the enterprise level. So the
suggestion for the future research is to survey some individuals and companies that
can support this literature review.
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